The purpose of this study was to examine the role of gender as a potential determinant of involvement in higher education institutions in Saudi Arabia. This study focuses on four specific categories of involvement: power, rewards, information, and knowledge. It utilized Edward Lawler's model of high involvement work processes to measure the involvement among female faculty in the University of Dammam, Saudi Arabia. Edward Lawler's model is one of the first and widely cited models on employee involvement. This study further investigates the relation between the faculty's demographic variables (academic rank, college cluster, years of experience, and nationality) and their involvement. A survey research design was utilized to better address the purpose of this study. The sample consisted of 135 female faculty members. The findings show a moderate level of involvement among the respondents. Of the individual practices of involvement, power was the most wide-spread practice, with a mean rating of 3.72 and a standard deviation of .786, based on the five-point scale. Regarding the demographic variables, only college cluster was found to be significantly related to females' involvement. The implications of this study could be used to further support involvement policies and practices among female faculty members in Saudi Arabia.
It is an important part of motivation, as they influence behaviors' direction and intensity. Rewards can work at the extrinsic and intrinsic levels, namely through gain sharing (extrinsic rewards) and by promoting accomplishment and self-worth (intrinsic rewards).
Rewards
Lawler's model posits that the four categories -knowledge, power, information, and rewards -should be spread throughout the entire organization for high involvement interventions to succeed. High involvement management is achieved when all four categories are enhanced together to change the working environment.
Collectively, the four categories constitute high involvement practices. Theorists rarely believe that a single practice constitutes high involvement work processes; rather, there are a number of contributing practices (Böckerman et al., 2012) .
Thus, high involvement management exists in higher educational institutions when the management delegates some power over the curriculum, budget, and personnel to the faculty because they are in a suitable position to make the appropriate decision due to their proximity to the actual work processes and operations.
Management also needs to involve the faculty in various professional development opportunities, to share information and knowledge openly and to have financial or extrinsic rewards tied to the faculty's performance. In other words, all four categories should be applied to the entire faculty at all levels to increase the organizational effectiveness and performance.
Lawler's model of high involvement has received extensive attention in literature. However, the empirical assessment of gender involvement has been less extensive (Kizilos, Cummings & Cummings, 2013) . The research has focused primarily on the effect of high involvement on certain performance outcomes showing that higher levels of involvement are related to higher levels of job performance, productivity and organizational effectiveness (Macky & Boxall, 2008; Butts et al., 2009; O'Neill et al., 2011; and Riordan, Vandenberg, & Richardson, 2005) .
Moreover, most of these studies are directed towards a small segment of higher education institutions (Bowling, 2006) . According to Lawler (1986) , the high involvement that is limited to a few groups of individuals in the organization is doomed to fail.
However, few studies have focused on mediating factors, which include gender, through which high involvement achieves effectiveness and productivity in higher education institutions (Böckerman et al, 2012; Butts et al., 2009; Bowling, 2006) . Evidence from these studies of high involvement work processes (HIWPs) have shown that there are mediating factors in how high involvement work processes increase effectiveness in higher education institutions. The underlying argument is that HIWPs do not act by themselves, but rather act through the effects they have on the employees. For example, Kizilos, Cummings and Cummings (2013) state that HIWP promotes discretionary work behaviors such as organizational citizenship behavior (OCB), which play a significant role in the relation between HIWPs and organizational effectiveness when the four categories (power, information sharing,
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Vol. 3, Issue 1, 2017 87 | P a g e rewards, and knowledge) work together. Butts et al. (2009) focus on employee morale and psychological empowerment, and Bowling (2006) focuses on organizational commitment as another important mediating factor in how high involvement work processes increase effectiveness in higher education institutions. Among such studies that have focused on the mediating factors and the determinants of HIWPs, very few studies focus on the relevant characteristics (e.g., gender, socioeconomic, and education) of the employees as potential determinants of the implementation of HWPS (Handel & Gittelman, 2004; Kauhanen, 2009; Ferreira et al., 2010) . The evidence from these studies show that the employees' characteristics, including gender, are an important explanatory determinant for the implementation of HIWPs.
Despite the fact that female participation and involvement in the workforce in the world is higher than that of the male workforce (Amentie & Negash, 2013) , and that in Saudi higher education institutions, the number of women is higher than that of men (Ministry of Education, 2015) , very few studies have focused on gender as a potential explanatory variable and determinant of HIWP implementation in Saudi universities. Thus, the main focus of this study was to: (1) identify the female faculty's involvement in work processes at the University of Dammam, Saudi Arabia, and (2) investigate whether there are significant differences in the faculty's perceptions regarding their involvement in work processes, and whether these differences could be attributed to their demographic and professional characteristics.
Both academics and practitioners have focused on the concept of organizational commitment for more than four decades. It is one of the most complex and dynamic concepts in the literature of organizational behavior.
Commitment has been defined as identification, loyalty or engagement to the entity of commitment. Joiner and Bakalis (2006) characterized organizational commitment as the psychological devotion to the organization. It continues to be one of the extensively deliberated topic" in the organizational literature because of its association with citizenship behavior, turnover, job performance and satisfaction, absenteeism, organization efficiency and effectiveness (Singh and Gupta, 2014) . Organizational commitment has been proved to be one of the key factors to affect the employee's belief in the organizational goals, the level of attachment and identification with the organization (Meyer & Allen, 1997) .
Although there have been a variety of models of organizational commitment, the present study employs the Meyer and Allen's (1997) 88 | P a g e scale, namely, normative commitment. The Continuance commitment refers to the individual's readiness to remain in the organization to avoid the costs of leaving (Meyer and Allen, 1997) .
Normative commitment involves the individual's sense of responsibility to the organization. Individuals with high normative organizational commitment usually have psychological motivations that oblige them to remain in the organization. Affective organizational commitment focuses on the employee's emotional identification and engagement with the organization. Employees with high affective organizational commitment are ready to remain in the organization because they want to. Meyer and Allen (1997) stated that employees may have experience of more than one kind of commitment simultaneously and at different levels of their career advancement in the organization. All forms of organizational commitment have been found to be significantly related with organizational efficiency and effectiveness. However, affective commitment has been found to be the right form of commitment for the organization. It is also the most beneficial aspect of commitment to support work performance and organizational outcomes.
Academics and practitioners around the world continue to contribute to the development of various approaches to organizational commitment with little understanding of how organizational commitment is perceived by Saudi Female faculty, study by BinBakr and Ahmed (2015) representing one of the exceptions. The population of this study will provide a different understanding of how organizational commitment and highinvolvement work processes are perceived.
The determinants of both organizational commitment and high-involvement work processes include demographic variables, individual differences, and professional experience. Literature review revealed the relationship between the organizational commitment and the demographic-related variables is not resolved yet (Alshitri, 2013) . Some other studies have examined the relationship between organizational commitment and work experience. Some studies have found that work experience appeared to be one of the most significant determinants of organizational commitment in Saudi Arabian organizations (Iqpal et al., 2013; BinBakr & Ahmed, 2015) . Rahati et.al. (2015) indicated that there is a significant difference between the measures of organizational commitment and the two categories of work experience (10-20 years of experience and over 20 years of work experience). Other studies found insignificant relationship between organizational commitment and work experience (Alshitri, 2013) . Moreover, insignificant relationship was also found between the organizational commitment and the academic specialization of the employees (Rahati et al., 2015) .
Tenure appeared to be weakly associated with the three dimensions of organizational commitment, namely, continuance, affective, and normative (Wolowska, 2014) . On the other hand, age followed by gender appeared to be one of the most significant determinants for the normative commitment and the least determinant factor for the affective commitment (Wolowska, 2014) . A very small number of studies have examined the relation between nationality and organizational commitment, the work by BinBakr and Ahmed (2015) Various studies also stated that work involvement is significantly associated with both normative and affective forms of organizational commitment (Ho et al., 2012) and result in a positively interactive association (Blau, 1994) .
High-involvement work processes and Organizational Commitment in Higher Education

Institutions
Studies revealed significant relationship between high-involvement work processes and organizational commitment (Ho et al., 2012; Rahati et al., 2015) . Faculty who were highly involved in their work processes had significantly higher mean scores on their level of commitment to their institutions than those who were not. Very few papers have also examined the relationship between high-involvement work processes and the three measures of organizational commitment (normative, affective, and continuance). Meyer and Allen (1997) reported that employees who are highly involved in their work processes have significantly higher mean scores on their level of normative commitment. In other words, employees with high levels of involvement in work processes feel more obligated to their organization. Rahati et al. (2015) reported a significant association between high-involvement work processes and affective measure of organizational commitment. This significant relationship indicates that employees who are highly involved in their work processes have high levels of psychological identification and emotional attachment to their institution. They are more inclined to help the institution achieve its goals and objectives. A positive but weak relationship was also observed between high-involvement work processes and continuance organizational commitment. This reflects that employees who are involved in their work processes are not necessarily ready to stay in the institution in order to avoid the cost of leaving it. On the other hand, Rahati et al. (2015) reported a significant relationship between the involvement in work processes and the continuance measure of organizational commitment.
However, no research up to date has been conducted to investigate the relationship between the four aspects of the high-involvement in work processes (HIWP) and the measures of organizational commitment (OC) among females faculty in the Saudi context. This paper provides a unique opportunity to learn more about this distinct population. It examined the determinants of female's involvement and commitment in the higher education institutions in Saudi Arabia and the relationship between females' high involvement work processes and their organizational commitment.
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Limitations of the study
This study is confined to identifying the perceptions of female faculty members employed at the University of Dammam, during the second semester of the 2014/2015 academic year in the Kingdom of Saudi Arabia.
Methodology Population and Sample
The target population of this study was all full-time female faculty members employed at the University of 
E Z n
) with a marginal error of (0.084) and a confidence level of 95%.
Research Setting
We completed this research at the University of Dammam, a mid-sized university in the eastern province of Saudi Arabia. Founded in 1974, the University of Dammam is one of Saudi Arabia's premier universities and one of the top academic institutions in the kingdom. Four decades later, it has grown into a leading university in the region with 21 colleges spread across the eastern province, with a student population of over 45,000 and 2,820 faculty members. Female colleges are a vital part of the educational system of Dammam University. We selected this site for the recruitment of female faculty members to participate voluntarily in this research because this location was undergoing vital reform efforts and because we are working in this location and had contacts that could assist with identifying representative participants for the overall population.
Instrumentation
A survey research design was used to address the objectives of this study. A fully structured questionnaire has been developed by the researchers based on the review of related literature and has anonymously been dispatched via internal electronic mail to the participants. The first section of the questionnaire solicits information regarding the demographic and professional characteristics of the participants. This section includes college affiliation, academic rank, nationality, and years of work experience. The second section consists of 32 items with a five-point response scale subdivided into 4 dimensions, which are derived from Lawler's model of HIWPs (refer to Appendix 1). The respondents were requested to indicate the extent to which they agree/disagree with the statement regarding their engagement in involvement practices.
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Validity and Reliability
The instrument was reviewed for content validity and approved by an expert panel. Because there are four constructs assessed using a summated Likert score, it was important to examine the internal consistency of these scores. Cronbach's alpha (a) provides a good indicator of internal consistency (Black, 1999) ; it is also a reasonable indicator of reliability for homogenous sections of the questionnaire. Cronbach's alpha of the results of the questionnaire was calculated. The Pearson Correlation is also a reasonable indicator of the validity of the instrument.
The alpha coefficients and the Pearson Correlation for the questions were calculated using SPSS and are presented in Table 1 below. Overall, the alpha coefficients and the Pearson Correlation are relatively strong, as shown in Table   2 . 
TOT
The instrument was piloted on a convenience sample of faculty members from the population of the study. The sample selected for the pilot study was not included in the study sample. The respondents were requested to record any comments, errors, and any other indicators of potential problems during the completion of the survey (to be used to frame the follow-up questions). The respondents were also requested to comment on the length of the instrument, specifically how long it took them to complete the survey. The sample reported that the instructions and the statements were clear. There were no inquiries from the participants.
Data Analysis
To analyze the data gathered from the participants, mean scores and standard deviations were computed for responses to each item on the instrument. For interpretation purposes, the rating was segmented into five categories: strongly agree, agree, neutral, disagree, and strongly disagree. Faculty members who strongly agreed were those whose rating among the items pertaining to a certain category of involvement averaged at least 4.50.
Averages of (3.50-4.49) indicate faculty who agree, and averages of (2.50-3.49) indicate faculty who are neutral;
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Demographic characteristics of the participants
This section focuses on describing certain demographic characteristics of the survey respondents, including attributes such as college affiliation, academic rank, nationality, and years of experience. Table 3 indicates the demographic breakdown of the sample data. The participants were categorized as 53.3 % Saudi and 45.9 % expatriates. In terms of the academic rank, 3.7 % of the respondents were professors, 11.9 % were associate professors, 38.5 % were assistant professors, 19.3 % were lecturers, and 26.7 % were teacher assistants. By examining the duration of service in Saudi universities, 50.4 % had less than 5 years and 18.5 % had 5 -10 years; 31.1 % had more than 10 years of work experience. In terms of college cluster, 23 % were on the Health Profession path, 5.2% were on the Engineering path, 32.6 % represented 
Results and analysis
Descriptive analysis using mean, standard deviation, frequency and levels was employed to measure the perception of the respondents regarding information sharing, power, reward, knowledge, and overall HIWPs. To determine whether there are differences in the overall HIWPs of the participants based on college cluster, academic ranking, years of work experience, and nationality, t-tests and f-tests were held. Table 3 below indicates the descriptive statistics for the perceptual data of the Saudi female faculty's involvement in the four categories of the HIWPs. Table 4 shows the descriptive statistics of the perceptual variable at the participants' level. For the Power perceptual variable, the involvement is higher than information sharing, reward, knowledge and the overall HIWPs with a mean rating of 3.72 and standard deviation of .786 based on the five scale category. More than half (58.2%) of the respondents have stated that they have a high level of power involvement; 33.3% rated moderate, and 8.5% rated low. The respondents feel that they have moderate levels of involvement in information sharing, reward, and knowledge with means (3.51, 3.27, 3.41) and standard deviations (.78, .91, .88), respectively.
The results also indicate that nearly half of the participants (48.6%) report to have a moderate level of involvement in the overall HIWPs. The distribution of frequencies shows the highest percentage of low involvement occurs in reward, with 18.7%, then in knowledge, with 16.2%; this is followed by information sharing at 11.2% and
Journal of Education in Black Sea Region
Vol. 3, Issue 1, 2017 94 | P a g e power at 8.5%. Conversely, the highest percentage of high involvement occurs in power, with 58.2% and in information sharing, with 50.3%; this is followed by in knowledge, with 46.1% and in reward at 41.0%. Table 5 below indicates the differences in the female's involvement within the university based on college cluster, academic rank, nationality, and years of work experience. Table 5 shows that there are no significant differences between the overall HIWPs among respondents The results of the T-test, as indicated in table 6, show no significant difference between nationals and expatriates in high involvement management based on nationality (t = -1.28, p< 0.05). Table 7 shows a highly significant positive correlation between HIWP and OC according to demographics related variables p<0.01, r-value ranging 0.89-0.49. The highest correlation is reported among college clusters in favor of the engineering colleges r=0.89, followed by the academic rank in favor of professorship r=0.86, followed by nationality in favor of non-Saudis r=0.79, followed by years of experience in favor of > 10yrs r=0.73.
On the other hand, the lowest correlation was found among the Saudi faculty r= 0.49, followed by faculty with 5-10 years of work experience r=0.54; otherwise, there was a high correlation with r-value ranging 0.60 -0.89. p-value 0.000** 0.000** 0.000** 0.000*** 0.000*** *p>).05) significant **p>(.01) highly significant Table 8 indicates that the overall HIWP is highly correlated with the overall OC (r-value=0.70; p-value=0.000).
Among the HIWP dimensions, the highest correlation was found in knowledge sharing where (r-value 0.70; p-valve 0>000), followed by information sharing, power, and rewards (r-values 0.66, 0.50, 0.41 respectively). On the other hand, among the three major components of OC, the highest correlation was found in continuous commitment (pvalue=0.70), followed by normative commitment p=0.64, followed by affective commitment p=0.56.
Discussion
Female faculty's involvement in the work processes is crucial to the success of higher education institutions;
however, very few studies have focused on gender as a potential explanatory variable and determinant of HIWPs A survey research design was used to address the purpose of this study and understand the research problem.
The analysis of the responses indicates that the females are not fully engaged in a large number of involvement practices in the university.
Of the individual practices of involvement, power has been the most wide-spread practice with a mean rating of 3.72 and a standard deviation of .786 based on the five-point scale. More than half (58.2%) of the respondents have stated that they have a high level of power involvement. Blau (1994) stated that, in academic organizations, there are two sources of influence and power, bureaucratic and professional influences (1994, p. 158-161) . Blau (1994) notes that bureaucratic power and influence is usually associated with people in administrative and leadership positions. Conversely, professional power and influence are based on knowledge and associated more with faculty members. This finding may help to explain why female faculty members in this study have been perceived as having much power. Faculty members have specific knowledge of their particular field and have the power to determine their own classroom and research agendas (Bowling, 2006) , and this makes them feel that they have sufficient power over their working lives in the university. The data analysis also shows that the participants have a moderate level of engagement in information sharing, reward, and knowledge practices.
Overall, the results show that the participants have a moderate level of engagement in information sharing, reward, and knowledge practices. These results imply that female faculty are not highly involved in the work process within the university. These results could be interpreted due to male dominance of leadership positions across the universities in Saudi Arabia, where the vast majority of deanship and departmental chairs are held by male faculty and less than 25% of the university board members are females.
The results also show that most of the female faculty (71.9%) have a high level of commitment in the overall OC. They show that the highest perception of high commitment occurs in affective commitment (85.6%). These results imply that most of the participants are emotionally attached and identified with their university which means that they stay with their university because they want to. Earlier studies (Vandenberghe et al., 2004) show that the affective form of OC is the most important form for increasing organizational efficiency and effectiveness. However, there was a relatively low level in the continuous commitment perceptual variable, where only 50.8 % of the participants reported a high commitment with an overall moderated level (m=3.62), which implies that a fewer number of the female faculty want to stay with the university to avoid the cost of leaving. These results could also be interpreted in terms of the characteristics of the Saudi culture where the cost of living is primarily the responsibility of the male partner, and females' financial input into the family is optional.
The data analysis shows the only statistically significant differences between total HIWP among respondents The results also show that there are no significant differences between the nationals and the expatriates in the high involvement practices (t = -1.28, p< 0.05) and organizational commitment (t = -2.017, p> 0.05). Given the engagement level of the faculty members in this university, earlier studies show that expatriates and the nationals are cognitively, emotionally, and physically engaged with their work at the university (Ahmed, 2017) .
The findings also show that there are no significant differences between the overall OC among respondents according to college cluster (f = 1.13, p< 0.05), to years of work experience (f=0.627, p<0.05), and to the academic rank (f = 1.526, p> 0.05). These findings support the work of earlier studies, e.g. Wolowska (2014) who indicated that no significant difference was found between the organizational commitment and the academic specialization of the employees. On the other hand, these findings contradict the work presented by Wolowska (2014) and Rahati et.al. (2015) who stated that work experience, for example, is one of the most significant determinant factors of organizational commitment. These findings can be interpreted based on the fact that 68% of the participants in this study have less than 5 years of experience.
Moreover, the findings suggest that overall HIWP is highly correlated with the overall OC (r-value=0.70; pvalue=0.000). This finding supports earlier studies such as Ho et al., 2012; Rahati, et al., 2015) . On the other hand, the results suggest that among the three major measures of OC, the highest correlation was found in continuous commitment (p-value=0.70 ). This finding also supports and further extends earlier research such as Rahati et al, (2015) which also reported a high and a positive correlation between the high-involvement work processes and the continuance measure of organizational commitment. This refers to the fact that female faculty who are highly involved in their work processes are more willing to stay in the institution in order to avoid the cost of leaving it.
Conclusion
This study is one the first studies to examine female faculty's involvement in one of the leading universities in Saudi
Arabia. Faculty involvement in work processes has been proved to have a significant positive effect on the overall teaching performance of faculty members. This study is significant because it develops an understanding and awareness of the nature of involvement among female faculty members. It also provides new investigations and data regarding the relation between female's involvement in the work place and demographic variables in higher education institutions in Saudi Arabia. However, the results of this study are based on the data only from the 
